The purpose of this study was to explore supervision group leaders' conflict management strategies in Turkey. This research was conducted as a survey using a descriptive method. The population of the study consisted of 2493 inspectors working in 81 provinces geographically divided in seven regions. The data were collected by "Conflict Management Strategies Questionnaire" which consisted of 32 items. The measurement model was tested using a confirmatory procedure. In the analysis procedure quantitative analysis techniques such as means, frequencies and standard deviations t-test and a one-way Anova were utilized. Group leaders perceived that firstly, they refer to problem solving strategies and secondly, compromising; the third and fourth strategies they used in managing conflicts were dominating and avoiding. Inspectors reported that firstly, they used problem solving, compromising, dominating and avoiding successively. It is significant to find that both group leaders and inspectors had the same evaluation about preferring conflict management strategies.
INTRODUCTION
The purpose of this study was to explore supervision group leaders' conflict management strategies in Turkey. In order to supervise educational institutions and staff, guidance and supervision headship was established in the Ministry of National Education as the central body. This body contains 81 provincial headships (Resmi Gazete, 2011; Resmi Gazete, 2014a) . The duties of the inspectors appointed in the provinces are Guidance, on-the-job training, supervision, evaluation, research, investigation and questioning all kinds of educational institutions: pre-primary, primary, secondary and high schools. (Resmi Gazete, 2014b) . In 2016, p. 369, 366-369) stated that conflict between the groups in the organizations is inevitable given two basic factors of organizational life: (1) the competition for scarce resources and (2) the different managerial styles necessary for the effective operation of different departments. A conflict can obviously be between two or more parties, whether those parties are individuals, groups, departments, divisions, companies, political parties, or even entire nations. The most basic form of conflict within the organization is between individuals. The individual who does not agree with the group behavioral norms or with the values found within the corporate culture will be in conflict with the work group or with the entire organization. Single-party conflict may also arise when there are two methods of accomplishing an organizational goal or two choices of action, both equally bad. Eunson (2007, p. 4-6) stated that among the causes of conflict the most basics are scarce resources, adversity, faulty communication, perceived differences, biology, environment and health. Montana and Charnov, (2000, p. 370) classify sources of conflicts as differences in goals, resource competition, communication failure and misinterpretation of information, disagreement over performance standards and organizational structure incongruities. According to Rahim (2001, p. 21-23) sources of conflicts are: 1) Affective conflict: it is about incompatible feelings and emotions 2) Substantive conflict: it is about disagreement on the task or content issues. 3) Conflict of interest: it is about inconsistency in the allocation of a scarce resource. 4) Conflict of values: it is about disagreement the values or ideologies on certain issues. 5) Goal conflict: it is about inconsistent outcomes. 6) Realistic versus non-realistic conflict: they are about incompatibilities in tasks, goals, values, means, ends and the need for releasing tension and expressing hostility, ignorance, or error. 7) Institutionalized versus noninstitutionalized conflict: it is about existence and nonexistence of following explicit rules, displaying predictable behavior, and providing continuity in relationships. 8) Retributive conflict: it is about the desire to punish the opponent. 9) Misattributed conflict: it is about the incorrect assignment of causes. 10) Displaced conflict: it is about directing frustrations or hostilities to social entities who are not involved in conflict. Armstrong (2006, p. 88-89) asserted that conflicts can arise because of a clash in values, different priorities, freedom versus control disputes. Eunson (2007, p. 7-8) reported five kinds of handling interpersonal conflict. These are; 1) Competing (When quick, decisive action is vital), 2) Collaborating (To find an integrative solution when both sets of concerns are too important to be compromised), 3) Compromising (When goals are important, but not worth the effort or potential disruption of more assertive modes), 4) Avoiding (When an issue is trivial, or more important issues are pressing), 5) Accommodating (When you find you are wrong-to allow a better position to be heard, to learn and show your reasonableness). Rahim (2001, p. 28-30 ) also asserted five kinds as 1) Integrating Style (high concern for self and others. This style is also known as problem solving.), 2) Obliging Style (low concern for self and high concern for others. This is also known as accommodating.) 3) Dominating Style (high concern for self and low concern for others. This is also known as competing.), 4) Avoiding Style (low concern for self and others. This is also known as suppression), 5) Compromising Style (intermediate concern for self and others. It involves give and-take.). Wellington (2011, pp.169.-170) classified conflict resolution strategies into three 2016 , Vol. 6, No. 12 ISSN: 2222 91 www.hrmars.com categories: avoiding, defusing and confronting. 1) Avoiding, (tendency to repress emotional reactions), 2) Defusing, (cooling the situation off or keeping the issues so unclear), 3) Confronting (Confronting can further be subdivided into power strategies and negotiation strategies. Power strategies include the use of physical force, bribery and punishment. Negotiation strategies include resolving the conflict with a compromise or a solution that is mutually satisfying to all parties involved in the conflict. Montana and Charnov, (2000, p. 375) stated the strategies for managing group conflicts as avoidance, smoothing, dominance or power intervention, compromise, and confrontation.
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To McConnon and MConnon (2008, p. 44) a conflict is constructive only if as a result: the relationship is stronger, you understand each other more, there is greater willingness to meet each other's needs, there is greater trust, you have resolved the source of future conflicts, there are richer perspectives. If the conflict results in deeper frustration, negative feelings and a growing hostility, it is destructive to the relationship. Eunson (2007, p .1) points out to how the term conflict is perceived in common understanding. He asserted that we usually think of conflict as a negative, stressful experience, leading to verbal and to physical violence. But conflict can lead to both negative and positive image. Eunson (2007, p. 2-3) stressed well that conflict can lead to: negative emotions, blocked communication, increased negative stereotyping of those we are in conflict with reduced coordination between people who have to work and live together, a shift towards autocratic leadership when discussion-based, decision making breaks down, reduced ability to view other perspectives and a breakdown in empathy and vision. On the other hand, conflict can sometimes produce positive payoffs, for example: Pressures and frustrations are released, New perspectives and information can be gathered about the other side, New perspectives can be gained about our side, Better decision making and problem solving can take place., Cohesiveness can increase., Complacency can be challenged, Change can take place., Differences can be appreciated, Intrapersonal conflicts can be resolved. Montana and Charnov (2000, p. 367) claimed also that there is tendency to understand conflict as destructive at first hand. But conflict can stimulate innovation in problem solving and thereby be beneficial for the organization. Wellington (2011, p.169 ) stated that conflict is only productive if it is primarily collaborative, rather than adversarial. Jehn, Jonsen and Rispens (2014, p. 1) found that low relationship conflict, high member satisfaction, and high performance increased preferred task relationship continuation. When the level of interdependence was high among group members, low levels of task conflict increased members' preference to continue the task relationship. However, in groups with low levels of interdependence, individual members preferred to continue task relationships despite their perception of high levels of task conflicts. Wellington (2011, p. 175) proposed the following steps in order to handle a conflict situation successfully. The first step is to define the conflict causes, the second step is to understand points of views, the third step is to clarify the preferences, the fourth is to examine the alternatives and the final step is to gain commitment to improvement and change. Jeong (2009, p. 24-25) , on the other hand stresses prevention strategy because it is more effective and less costly. In order to prevent conflict the initial focus sheds light on controlling behavioral dynamics. But the essential focus must be on engendering a hospitable environment for 2016 , Vol. 6, No. 12 ISSN: 2222 92 www.hrmars.com negotiation. As Wellington (2011, p. 173 ) stressed well conflict can ultimately be expensive and time-consuming. A manager's role is to ensure that conflict does not reach a total breakdown in communication stage.
The purpose of this study was to explore supervision group leaders' conflict management strategies in Turkey. In this study the focus was on conflict management strategies of the group leaders of inspection groups formed by a number of inspectors in relation to the geographical and demographic dispersion of the school population. For this purpose the following question were addressed:
1. What are the views of inspectors and their group leaders about group leaders' conflict management strategies?
2. How do group leaders' views differ about their conflict management strategies by means of gender, education background, seniority and working years in the same province variable?
3. How do group members (inspectors)' views differ about their group leaders' conflict management strategies by means of gender, education background, seniority and working years in the same province variable?
METHOD
This research was conducted as a survey using a descriptive method in order to ascertain the views of inspectors as members of supervision groups and group leaders about group leaders' conflict management strategies in Turkey.
Population and Sample
The population of the study consisted of 2493 inspectors working in 81 provinces geographically divided in seven regions: Aegean Region (8 provinces), Black Sea Region (18 provinces), Central Anatolia Region (13 provinces), Eastern Anatolia Region (14 provinces), Marmara Region (11 provinces), Mediterranean Region (8 provinces) and South-eastern Anatolia Region (9 provinces). In order to determine the sample, first cluster sampling was used and the regions were used as clusters. In the second stage, using random sampling 6 provinces were determined from each region. According to sample size tables the sample consisted of 266 questionnaires. The questionnaire was sent to the total number of inspectors working in the provinces determined. As a result the sample consisted of 573 questionnaires available for analysis (Krejcie and Morgan, 1970, p.608; Büyüköztürk, Çakmak, Akgün, Karadeniz and Demirel, 2010, p.94; Hair, Anderson, Tahtam and Black, 1998) .
Instrument
In this research the data were collected by "Conflict Management Strategies Questionnaire" which consisted of 32 items. The questionnaire was, first, developed by Şahin (2007) , to measure primary school managers' conflict management strategies: problem solving (Cronbach's Alpha=,96), avoiding (Cronbach's Alpha=,88), dominating (Cronbach's Alpha=,85) and compromising (Cronbach's Alpha=,80). The questionnaire was adopted to gather data from the inspectors as members of supervision groups and group leaders. The questionnaire was 2016 , Vol. 6, No. 12 ISSN: 2222 93 www.hrmars.com designed as a five-point Likert scale ranging from strongly disagree (coded as 1) to strongly agree (coded as 5).
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The measurement model was tested using a confirmatory procedure employing the structural equation Questionnaire" for four factors were as follows: Problem solving ,959 (18 items); Avoiding ,857 (6 items); Dominating ,797 (5 items); Compromising ,776 (3 items) and Total reliability score was counted to be ,927 (32 items) (Akgül & Çevik, 2003; Büyüköztürk, 2003; Çokluk, Şekercioğlu, & Büyüköztürk, 2010; Hair, et al. 1998 ).
Data analysis
The data were analysed using quantitative analysis techniques. In the analysis SPSS package statistical program was used. In order to determine the views of the group leaders and inspectors means, frequencies and standard deviations were calculated. Additionally, in order to find out whether group leaders and inspectors' views differ in relation to their education background, gender, seniority and working years in the same province variables t-test and a One-Way ANOVA were utilized (Akgül & Çevik, 2003; Büyüköztürk, 2003; Büyüköztürk etc., 2010; Hair et al. 1998 ).
Findings
In this section the findings about views of inspectors as members of supervision groups and group leaders about group leaders' conflict management skills in Turkey were presented. First school managers and teachers 'views were presented by comparison. Secondly, group leaders' views were presented in relation to demographic variables. Thirdly, the views of inspectors about their group leaders' conflict management skills in regard to their demographic variables were presented. 2016 , Vol. 6, No. 12 ISSN: 2222 According to the findings, group leaders perceived that they mostly refer to problem solving strategies ( X =4,18) in conflicts. The findings show that their second strategy was compromising ( X =3,56). The third and fourth strategies they used in managing conflicts were dominating ( X =2,92) and avoiding ( X =2,57) with lower mean scores accordingly. Inspectors reported that mostly used conflict management strategies by group leaders were respectively problem solving ( X =3,80), compromising ( X =3,52), dominating ( X =3,05) and avoiding ( X =2,78). It is significant to find that both group leaders and inspectors had the same evaluation about frequency of preferring conflict management strategies.
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According to the data given in table 1, the views of group leaders and inspectors differ significantly in applying problem solving strategy [t(316,398)= 7,013; p<,01] in conflict management. The group leaders ( X =4,18) reported higher scores in using problem solving strategy compared to inspectors ( X =3,80) accordingly. However, both groups' scores were the highest in problem solving strategy compared to other strategies. The findings also show that there is a significant difference between their views in applying avoiding strategy [t(571)= -2,097; p<,05]. The inspectors ( X =2,78) reported that group leaders referred more to avoiding strategy compared to group leaders views ( X =2,57). The group leaders and inspectors do not have significant difference in their views in dominating and compromising strategies. 2016 , Vol. 6, No. 12 ISSN: 2222 95 www.hrmars.com 2. How do group leaders' views differ about their conflict management strategies by means of gender, education background, seniority and working years in the same province variable?
According to the parametric tests conducted in relation to gender, education background and working years in the same province variables views of the group leaders of the inspection groups about their conflict management strategies did not differ. For seniority variable because the assumptions were not met, non-parametric tests were conducted and again no difference in the views was found.
According to the parametric tests conducted in relation to gender, education background and working years in the same province variables the views of the inspectors about their group leaders' conflict management skills did not differ. On the other hand, their views were different according their seniority in avoiding, dominating and compromising strategies. The findings were presented in table 2. 
